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Abstract 


Work is a means for man to fulfill their needs. However, from the positive psychology point of 
view, work is more than to fulfill the needs but beyond that reason. Work experiences provide 
added value to man’s lives and societal growth. Nightlife industries are hardly researched even 
though these industries have been growing vastly. Workers in these areas are similar to other 
workers from different types of industries in that they make meaning of their work and 
experience job satisfaction and quality of their work-life. This research aimed at testing the 
contribution of the quality of work-life and meaningful work toward job satisfaction of female 
nightlife business workers. Path analysis using PLS-SEM shows that the job satisfaction of 
nightlife workers is predicted by their meaningful work and quality of work life. In this study, 
meaningful work acts as a mediator in the relationship between quality of work-life and job 
satisfaction. 
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1. Introduction 


A “sexually” oriented business industry is one industry sector that is rarely a concern 
in studies. Furthermore, the industry is formed in a disguised or even secretive manner so that the 
operations of this business are very seldom known (The Bureau of Business Research, 2009). 
Businesses in nightlife or adult entertainment can take various forms such as karaoke, house 
massage, and men’s only spa, escort service, and discotheques. Nightlife entertainment like this 
has flourished, even reaching small towns and even suburbs in Indonesia. 


Various skills and knowledge are needed in this industry. For example, every line of 
business requires professional security services, public relations skills, massage skills, customer 
service skills, IT specialists, on-site medical personnel, singers as karaoke guides, multi-media, 
and electrical experts. Of course, every worker following their respective fields has unique 
experiences gained from their work activities. 


The majority of night entertainment workers are women. The Indonesian Law No. 13 
of 2003 Article 5 on Manpower explains that “Every worker has equal opportunity without 
discrimination to get ajob.” This provision could be used as the basis for many women who choose 
to be involved as workers in the nightlife entertainment industry. 
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e Every worker, at some time, must have thought about their work and its impact on their 
life in general. 


e Meaningful work has been shown to affect essential work engagement and job satisfaction. 


e The value of work’s purposes in people's views of life and attitudes can be linked to variables 
in organizational behavior. 











Having a profession as a worker in adult nightclubs can lead to negative stereotypes 
for female workers. Of course, this will bring meaning to what they do as night entertainment 
workers and the meaning of their work environment. 


Every worker, at some time, must have thought about their work and its impact on 
their life in general. Night entertainment workers are no exception to this. Night entertainment 
workers can interpret their work as something that is contributive to social or economic 
development. Through their work, night entertainment workers can also feel the meaning of 
achievement in their life. He can benefit from what he gets through his work to improve the welfare 
of his family or other people around him. This indicates the importance of having meaningful work 
for workers. 


Frankl (1984) states that the search for meaning in life is the main power humans have 
in their lives. Through the meaning of life, a person can realize a goal in his life, which is the 
personal responsibility of that person. Work is a real action responsible for someone who realizes 
that work is a personal responsibility to achieve a meaningful life. 


Geldenhuys and Venter (2014) state that because individuals spend a lot of time 
working, their work and work activities become one activity center for achievement in their lives. 
Therefore, it is essential to note that the work process, type of work, and workplace are areas of 
life where workers try to make sense of their work. 


A good life goal is genuinely desirable, significant, meaningful, and valuable (Steger, 
Frazier, Oishi & Kaler, 2006). The meaning of life is considered very important and valuable and 
gives special value to someone so that they are worthy of being a goal in life. When it is fulfilled, it 
will cause a person to feel meaningful life and, in the end, will cause a feeling of happiness 
(Bastaman, 2007). Those who think their life is meaningful have higher self-esteem and rarely 
experience depression and anxiety (Steger et al., 2006). One of the factors that can give meaning 
to someone’s life is the meaningfulness of work. 


There are articles on the nature of work that characterize meaningfulness as having 
many cognitive, mental, behavioral, and economic benefits and making essential and constructive 
changes to the meaning of people’s lives. The value of work’s purposes in people’s views of life and 
attitudes can be linked to variables in organizational behavior (Hatice & Mine, 2016). 


Although there is no generally agreed concept of work, Baumeister and Vohs (2002) 
indicated that the heart of work was the sense of “bond” and relied on good outcomes for both the 
person and the organization. Meaningful work can be described as the positive and significant 
contribution that a job makes to an individual’s sense of purpose in life and the happiness that a 
person derives from his or her job (Rosso, Dekas & Wrzesniewski, 2010). Increased meaning of 
work can result in various cognitive, mental, behavioral, and economic benefits for individuals 
(Ardichvili, 2009; Steger, Dik & Duffy, 2012). The true driver of interest in meaning, in this case, 
is the hypothesis that personal and organizational effects are linked to one’s understanding of the 
meaning (Rosso et al., 2010). 


A variety of management philosophies have recognized the significance of meaningful 
work over the last decade. It has been shown to affect essential work engagement (May, Gilson, & 
Harter, 2004) and job satisfaction (Sparks & Schenk, 2001). Meaningful work helps resolve the 
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question, “Why am I here?” when something is essential (Pratt & Ashforth, 2003). As measured 
by the individual’s own values or expectations, the importance of a job goal or intention is known 
as meaningfulness (May et al., 2004). It is described as “the meaning made of, and importance felt 
about, the essence of one’s being and being” in career literature. (Steger et al., 2006). Job 
satisfaction is higher for those who believe their work has a greater meaning and function 
(Kamdron, 2005). 


The quality of work-life has become a concern of organizations, especially human 
resource development (Lian, Lin & Wu, 2007). More and more employees are very concerned 
about the quality of life. Several studies have found a significant relationship between the quality 
of work-life and the meaning of life. If employees have a high-quality work-life, this can potentially 
lead to meaning in life; conversely, if the quality of work-life is low, it can potentially cause 
employee work stress. (Pisheh, 2012; Charu, 2013; Bolhari, Rezaeean, Bolhari & Zare, 2012). 


According to Paul E. Spektor (2003), job satisfaction has a reflective relationship with 
job stress. Several studies explain that there is a significant relationship between job satisfaction 
and meaningful life. Companies must continually maintain and pay attention to job satisfaction 
and the meaning of each employee’s life (Manzoor, Usmar, Nassem & Shafiq, 2011). 


The research questions that need to be answered are: (1) Does the quality of work-life 
predict job satisfaction in the night entertainment industry? (2) Does the quality of work-life 
predict meaningful work in the night entertainment industry? (3) Does the meaningful work of 
workers predict job satisfaction in the night entertainment industry? and (4) Does meaningful 
work play a role as a mediator in the relationship between quality of work-life and job satisfaction 
in the night entertainment industry? 


Four primary hypotheses in this study are: 


H,. The quality of work-life predicts job satisfaction in the night entertainment 
industry. 


Hz. The quality of work-life predicts the meaningful work of workers. 


H;. The meaningful work of workers predicts job satisfaction in the night 
entertainment industry. 


H4. The meaningful work mediates the relationship between quality of work-life and 
job satisfaction of workers in the night entertainment industry. 


2. Method 
2.1 Participants 


Participants involved in this study were female men-only spa therapists, amounting to 
87 participants. Their mean age was 24.20 years (SD=4.074). The majority of participants have a 
high school education background, as described in Table 1. 


Table 1. The participants’ educational background 





Education Frequency Percentage (%) 
Elementary 3 3.4% 

Junior High School 28 32.2% 

Senior High School 47 54% 

Academy 3 3.4% 
Undergraduate 6 6.9% 

Total 87 100% 
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2.2 Instruments 


We used the work and meaning inventory (WAMI) developed by Steger, Dik & Duffy 
(2012) to measure the meaningfulness of work. WAMI has three dimensions, namely positive 
meaning, meaning-making through work, and greater good motivation. The positive meaning 
dimension measures the level of meaningfulness of work based on the individual’s meaning, 
significance, and goals at work. The meaning-making through work emphasizes the broader 
meaning of the individual in his work. In this dimension, the individual tries to interpret his work 
as a source of experience in his life. Finally, the greater good motivation measures how much 
individuals value the efforts made in work to contribute positively to society at large. The three 
dimensions can be added together to produce a total score of meaningful work. The score reflects 
how meaningful work is to individuals, the amount of investment the individual has invested in 
his life (work as an investment), and considers it a source that enriches his life. Respondents use 
a 5-point scale ranging from absolutely untrue to absolutely true to rate the scale’s items. 


The instrument used to measure the quality of work-life was adapted from Donaldson, 
Sussman, Dent, Severson and Stoddard (1999). The QWL scale consists of six items describing six 
dimensions or aspects. The six dimensions are (a) my workplace provides a good working 
environment for its employees (my company provides a good working environment for its 
employees), (b) I am happy working at my workplace at this time (I am happy at my company), 
(c) my job does not stress me (my work is not stressful), (d) I have good relations with every co- 
worker in my workplace (I get along well with my co-workers), (e) I get supervision good from my 
supervisor (I have good supervision at work), and (f) I feel my career is safe (my job security is 
good). 


We used the Minnesota Satisfaction Questionnaire (MSQ) to measure job satisfaction. 
The Minnesota Satisfaction Questionnaire (MSQ) consists of two dimensions, namely intrinsic (14 
items) and extrinsic (6 items). The MSQ has 20 items based on job satisfaction characteristics. 
The scale uses five response categories from not satisfied (1) to extremely satisfied (5). 


3. Results 
3.1 Meaningful work description 


Descriptive statistical analysis on the Work and Meaning Inventory (WAMI) shows 
that no item has a standard deviation (SD) value which is extreme; namely, the standard deviation 
(SD) on each dimension is not <0.5. The meaningful work variable has three categorizations, 
namely: (1) low, with the formula (X < p-o); (2) moderate, with the formula (u-o <X < uw + 0); and 
high with the formula (X> p + 0). Classification of the low category is at a score of <1.724; the 
medium is at a score range between 1.724 and 3.908, and the high is at a score of > 3.908. Table 2 
presents the classification of the participants’ meaningful work variable. 


Table 2. Category meaningful work dimension 





Dimension M SD Category 
Positive Meaning 2.816 1.09233 Moderate 
Meaning Making Through Work 3.086 1.38976 Moderate 
Greater Good Motivation 5.506 1.07095 High 





Based on the classification above, the positive meaning dimension of the participants 
is moderate; meaning-making through work is categorized as moderate, and participants’ greater 
good motivation is high. 
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3.2 Quality of work-life description 


The quality of work-life variable has three categorizations, namely: (1) low, with the 
formula (X < u-0); (2) moderate, with the formula (u-o < X < u + 0); and high with the formula 
(X> uw + 0). Classification of the low category is at a score of < 2.538; the medium category is at a 
score of 2.538 - 3.220; the high category is at a score of X>3.2200. From Table 3, the participants’ 
quality of work-life is categorized moderate. 


Table 3. Calculation of standard deviation (SD) per dimension 





Dimension M SD Category 
Wellness 2.8793 0.3407 Moderate 
Save Environment 2.9847 0.3170 Moderate 
Employee Participation 2.9579 0.3325 Moderate 
Equitable Compensation 2.6954 0.5065 Moderate 
Communication 3.0728 0.3715 Moderate 
Career Development 2.9052 0.3836 Moderate 
Conflict Resolution 3.0529 0.3665 Moderate 
Job Security 2.8391 0.3451 Moderate 
Pride 2.8456 0.2964 Moderate 
QWL Total 2.9148 0.1879 Moderate 








3.3 Job satisfaction description 


Job satisfaction consists of three categorizations, namely: (1) low, with the formula (X 
< u-0); (2) moderate, with the formula (u-o <X < up + 0); and height with the formula (X> p + 0). 
Classification of the low category is at a score of <2,685, the medium category is at a score of 2.685- 
4.003, and the high category is at X > 4,003. The following is a table that describes the frequency 
of the participants’ overall job satisfaction. 


Table 4. Category job satisfaction dimension 





Dimension M SD Category 
Intrinsic Job Satisfaction 3.2701 0.66414 Moderate 
Extrinsic Job Satisfaction 3.4195 0.72642 Moderate 





3.4 Measurement model of the study 
3.4.1 Reflective measurement model 


Composite reliability, indicator reliability, convergent validity, and discriminant 
validity should be tested for reflective measurement models in which latent variables describe 
behavioral concepts such as job satisfaction, quality of work-life, and meaningful work. Table 5 
shows the quality criteria of the measurements. 


Table 5. The quality criteria of the measurements 





Composite Average Variance 





Variable Cronbach’s Alpha Rho A Reliability Extracted (AVE) 
Job satisfaction .896 .900 .950 .906 
Meaningful work .785 .828 .867 .686 
QWL .902 .906 925 .674 
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Convergent validity is the degree to which metrics belonging to the same latent 
variable evaluate the same construct. The average variance extracted (AVE), which is commonly 
used to determine convergent validity, shows how much of the variance in the variables can be 
interpreted by the latent variable. An AVE greater than 0.5 has been proposed as an observational 
justification for convergent validity, as the resulting latent variable describes more than half of the 
variation in the belonging metrics. Therefore, all other latent variables explain less than half. The 
AVE values show a value greater than 0.5, which means that the convergent validity has been 
fulfilled. 


Discriminant validity implies that two latent variables intended to describe two 
distinct theoretical ideas are statistically distinct. The HTMT should be less than 0.85 (stricter 
threshold) or 0.90 (softer threshold) or slightly less than 1. The HTMT of meaningful work to job 
satisfaction in our case is 0.496, which is less than the suggested threshold of 0.85. (and of 0.90). 
However, the quality of work-life to job satisfaction does not show good discriminant validity 
because the value is 1.04 over 1.00. 


Cronbach’s and Dillon (also Goldstein’s known as Joreskog’s or composite reliability) 
coefficients can be used to measure the reliability of the constructs. A Dijkstra—A Henseler’s value 
greater than 0.707 is considered rational since the latent variable will explain more than 50% of 
the variation in the constructs. All of the variables composite reliabilities are bigger than 0.707. 
Therefore, the composite reliabilities are good. 


The outer loadings inform the indicator loadings. The outer loading calculations can 
be used to determine indicator reliability. Since PLS standardizes factor loading calculations, the 
squared factor loading estimation equals the expected indicator reliability. It is commonly 
recommended that factor loadings be greater than 0.7, meaning that the resulting latent variable 
will explain more than 50% of the variance in a single predictor. Table 6 presents the outer 
loadings of the variables. Table 6. The outer loadings of the constructs have reached the minimum 
criteria of good indicator loading. 


Table 6. The outer loadings of the variables 








Variables Job satisfaction Meaningful QWL 
work 

Extrinsic 0.948 

Greater Good 0.771 

Intrinsic 0.956 

eae Making Through 0.824 

Positive Meaning 0.887 

QWL1 0.700 

QWL2 0.810 

QWL3 0.848 

QWL4 0.868 

QWL5 0.899 

QWL6 0.788 





3.4.2 Composite model test 


The composite model necessitates examining the composite model in terms of 
multicollinearity. Since high multicollinearity can lead to insignificant estimates and unexplained 
weights, collinearity among indicators forming an emergent variable should be investigated using 
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the variance inflation factor (VIF). The VIF values greater than five (5) are considered to be 
indicators of multicollinearity. Table 7 shows the VIF values of each dimension. 


Table 7. The VIF values 








Dimensions VVIF 
Extrinsic 2.928 
Greater Good 2.245 
Intrinsic 2.928 
Meaning Making Through Work 1.338 
Positive Meaning 2.519 
QWL1 1.973 
QWL2 2.525 
QWL3 3.825 
QWL4 3.227 
QWL5 4.702 
QWL6 2.319 





The VIF values for the composite model indicators range from 1.973 to 4.702, 
indicating that multicollinearity is not an issue in our results. 


3.5 Structural model of the study 


In assessing the structural model, we looked at the overall fit of the estimated model, 
the direction coefficient path, their significance and the effect sizes (f2). To gain empirical evidence 
for the suggested hypothesis, we first determine the overall fit of the estimated model using the 
bootstrap-based test of overall model fit and the SRMR as a metric of approximate fit. 


The SRMR (0.090) was more than the suggested threshold of 0.080, meaning that the 
model fit was not adequate. This finding implies that the proposed model is not well suited for 
verifying and describing the quality of work-life capabilities to predict job satisfaction mediated 
by meaningful work. This bias might be due to the small sample size (Baron & Kenny, 1986). 


The effect size is a measure of an effect’s significance that is independent of sample 
size. The f? values ranging from 0.020 to 0.150, 0.150 to 0.350, or greater or equal to 0.350, 
respectively, indicate a small, medium, or high impact scale. 


Table 7. The f square 





Variables Job satisfaction Meaningful work QWL 
Job satisfaction 

Meaningful work 0.261 

QWL 7.597 0.124 








In our study, the f? values for hypothesized relationship ranging from 0.124 to 7.597. 
Meaningful work effect size to job satisfaction is medium, the effect size of QWL to job satisfaction 
is high, and the effect size qwl to meaningful work is small. 


The structural model test of the path of coefficients among variables is presented in 
Figure 1. 
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Figure 1. The structural model test 


More detailed information regarding path analysis and its coefficients is summarized 
in Table 8. In testing the influence of meaningful work on job satisfaction, hypothesis testing 
proved that meaningful work has positive and significant effects on job satisfaction. H: was 
supported. H; is supported by the fact that QWL predicts job satisfaction positively. H3, which 
states that QWL has an impact on meaningful work, is also supported by the result. 


Table 8. Mean, STDEV, T-Values, P-Values 








Original Standard ar 
Sample ae T Statistics P 

Path Sample Deviation 

(0) Mean (M) (STDEV) (|O/STDEV]) Values 
Meaningful work -> Job 
éqtiehiction 0.164 0.166 0.040 4.135 0.000 
QWL-> Job satisfaction 0.886 0.883 0.025 35.636 0.000 

WL -> Meaningful 

naa PaaS 0.332 0.354 0.094 3.545 0.000 





Hypothesis 4 is seen in Table 9. The role of QWL on job satisfaction was mediated by 
meaningful work, which revealed that meaningful work has a mediation impact on the 
relatiomnship between QWL and job satisfaction. 


Table 9. Specific indirect effects 





Original Sample Standard T Statistics 
Sample Mean Deviation (|O/STDEV]) P Values 
(QO) (M) (STDEV) 


QWL -> Meaningful work -> Job satisfaction 0.054 0.058 0.019 2.922 0.004 








4. Discussion 


Studies related to QWL, the meaning of work, and job satisfaction have never touched 
a work organization that manages a nightlife business. This study is perhaps the first to explore 
how the three variables are related. 
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The classic definition of QWL by Lawler (1982) is described as being linked to job 
characteristics and work environments since the overall aim of QWL in the company was to 
increase employee well-being and productivity support. According to Serey (2006), QWL is 
synonymous with meaningful and satisfying work. It includes the ability to put one’s talents and 
skills to use in the face of obstacles and circumstances that necessitate self-initiative and self- 
direction. 


QWL is a holistic definition of physical and psychological well-being, economic 
circumstances, personal belief, and environmental contact. In contemporary management, the 
concept of job quality has been transformed into a social problem, while in recent decades, only 
personal life has been stressed (Mirkamali & Narenji Sani, 2008). The definition of job quality is 
subjective creativity and the opinion of organizational staff regarding the physical and 
psychological desirability of work environments and their work circumstances (Yavari, Amir Tash 
& Tondnevis, 2009). 


During 1980 to 2006, research was carried out on the quality of work-life and their 
results suggest that the quality of work-life is linked to certain factors, such as satisfaction with 
the job. Employment satisfaction is characterized as a concept, perception, and positive attitudes 
and emotions of people about the occupation influenced by certain factors such as working 
atmosphere, organizational structure, the job environment, and socio-cultural factors (Mirkamali 
& Narenji Sani, 2008; Armstrong, 2006). Our study also finds that the quality of work-life predicts 
job satisfaction positively. Finally, it is undeniable that a high level of QWL contributes to work 
satisfaction, leading to excellent and productive efficiency. 


This research was influenced by the idea of the meaning of work, which is a positive 
variable, and the relationship between levels of meaning of work and job satisfaction. As the 
results are analyzed, it is discovered that there is a major positive relationship between career 
value and job satisfaction. This result corroborates previous research indicating that job 
satisfaction is higher in people who believe their jobs have a greater function (Sparks & Schenk, 
2001; Kamdron, 2005). 


5. Conclusion 


This study aims to determine the dynamics of job satisfaction variables, meaningful 
work, and quality of work-life of workers in the night business. This study explores the relationship 
between the variables studied based on the role of mediation and tested by PLS-SEM in a different 
context from traditional studies related to job satisfaction, meaningful work, and quality of work- 
life variables. The results of the analysis show that the quality of work-life predicts meaningful 
work and job satisfaction. Meaningful work also indicates job satisfaction. In addition, meaningful 
work acts as a mediator between the quality of work-life relationships and job satisfaction. These 
findings suggest that the study of the quality of work-life, meaningful work, and job satisfaction in 
the context of the adult nightlife business is also in line with traditional studies of all these 
variables in the normative business and organization context. 
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